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2-15 Will a person on duty on 1 July 195k, but who will not complete
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Copy /2, of &0
SUPPLEENTAL QUESTIONS '

CONCERNING CAREER SERVICE

ImAL ASPECTS OF THD CAREER STAFF
None, |
LENGTH OF SERVICE
2= 6 (158) and (Lsh).
2-8 (51).
2.1 (Lh9).
Caroas Sealt applieations tn the Boptrts et sorienbory Taselre
VETERANS PREFERENCE AND REDUCTION-IN-FORCE
3= 6 (k79)0
3-8 (W7%).
PROLDTION FOLIGY
Nona,
FITNESS REPORT AND PERSOMNEL LEVALUATION REPORT
be 2 (L69)e
5= 3 (Léh).
5=19 That does "tough minded" mean as used in the new "Fitness" form? (4,86)
FILING OF APPLICATIONS

6 2 (B31),

CONSEQUEINCES OF NOT APPLYING FOR, OR IIOT BEING ACCEPTED INTO THE CAREER
STAFF ‘

7= 2 (116).
7= L4 (412) amd (l23).
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-

5
fvi g .
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i

T 5 (L), (456), and (473).
7= 6 (Lh5).
-7 (46T
8o 'DUAL PERSOMNEL SYSTELS
Nona.
9 THE SELECTION BOARD AND THE EXAMINING PANEL
Nongs ' '
10, SIZE OF THE STAFF-

10~ I, Approximately what percentage of those elisible '
¢ .
expacted to be selected for the Career Sta%%? (g&)n e

1ls CIVII SERVICE STATUS
ik R R 019
1= 6 In the ovent that it becomss benefieial to a OTA ¢
: In : ( x IA tareer loyoe
| 'bo acquire Civil Service "Status" thus troadening his po:?ritial
employment market to other IAC and government agencies engaged in
intelligence work and operating within the Civil Service Systs
will the offisce of personnsl certify the amployee from Civil
Service Reglsters to which hie has qualified? Will servies widsr
m:z;;x mgaibaiﬁgg equalan welight by the Civil Servics
' egldlation allow an inewease in the roles o
- permanent status employees. (L8). ¢ fhe_mlgs o
12, CRITERIA = |
12~ 1 (}28).
12- 2 (h11), (129), and (159,

12-2l; What consideration career-irlse will
. ] £ persons recaive
| qualified for departmentel duby omly? (L03) o e

13 - PERSONAL éomsmm'rxoms AND INTERESTS
-6 (425). |
13- 9 (Lo7) md (460),
13-10 (Lo6)a
13-11 (L46), _
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1312 If peraanal» reasons pravent & person from sorving other than in

' ation
ong locality, shall he apply for meubership with that stip\ﬂ.a'b
or does that fact automsticslly preciuvde membership? (L17)

TWOLEN _
e 2 {410) ard (L5230 | |
Ui 7 Tf an Bmployes 4 married to an outside wege-sarner {parbticularly

in the cags of women) 38 the employes mubject to overssas service
roquirenenbs? (L02)

"4l § Iz & merrled fomele eligible for membership in the Capeer Staff? (LDB)

ASSTGMUENT AND REASSIGIMENT ROTATION

gz (500

' 16e

1513 (k77
OVERSEAS SERVICE

4‘ 3.6“3 (1&3?)*

17a

145-:16 (l;()h)a:

| 1620 W11 such Interviens ba waived for applicants on duby overseas who

o e e e o S e
(L33) S

BENEFLTS

17- 1 (ho5)e

1t 2 (h35)e

17= 7 (421) and (L29).

17+ 8 (W) and (W2)e

179 (h55)e

17-13  (L30).

17=36 Parsgraph 3a, Regulabion !aﬁaﬁaag, "Parsomwl selocted for

menbarship will be affordsd, within the framgwork of applicable
Laws, préirf)emhiai conaidergﬁim sxw 4ob security =ad spsclalized

-

v'!“';\ f‘: W’?, '\a;,a g
i L g

can % i .
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trsinive as well as other banefils, elCesed”
Thet action or legisiation is being congidered %o moke transier
0 Cavesy Staff wore attractive, parbicuvlaxly la :aegarcis Lo ovor=
saas du'i,y? (rslu)

GIJ_RICAL

Tonee.

CHANGE 01’ GARM DL.EDIGNA‘I.’].O.J

: 'Nﬂm:o |

TRALNING

_ 3]03%@? _

DLSAGRERMEUT RE ASSIGIMENT

- Honee

TOUR OF DUTY

Nonaa

CARERR TEVELOFHENT OF JUNIOR PERSONNEL AND JUNLOR OFE‘IGER TRATNELNG PROGRA

(L20) and (he7)e

‘2341)4 In employes might think that he £iks inko JOT whz.le his supess

visor note Shovld the uﬁl{)@f'ﬁ?’i&ﬂl‘ discourage or lot the machmery
- geb sbarted? (L78)

' 23.15 What is the closing point of &sce g()ssmce for i mwr foicer I‘fai.nmgg
dyeey agey grade, servlce, 10 )

ﬁif’ﬁ BD ELALTE—I INSTRANCE

None,

C 26w

CAREER PLANUING

. IUCLITARY ROLE
26w 3

(181)
(L61) 2nd (LBO)

Gan a CTA sbaff employes sign an application for and begoms a
morber of the Cereer Staff if he hags the following status as a

- petirved Aymy officeor:

w\zgu
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28,
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Ratired fronm the U.S. Army for conbat~-incurred disabilibys

Carried on the Regular Army retired llsts

lc}iia?ﬂity,‘ line of duty under Section 1251, Revised Statutes.
7

%6= 5 Vhat has been dons to provide for retirement credit and retention
in the active regerve for military reserve meubers gorving in areas
where they are unable %o partisipate In regular sarvice 1osrve
programs? (L83)

SEPARATION, SELECTION OUT AND RESIGNATION

27-30 (LO9).

27-11 Will there be a system of selection up or selection oub in the
new promotion system? (h57)

27-12 Can 2 career employee rosign from the caresr service, remaining
" . in CT4, without any repercussion? (1126)

27~13 The process of separating “deadwood" md "misfits® fwom the Agency
has bean extremsly difficult, If Item TI D1 of the new Flineas
~ Report (Form No. 37.189) is checked, who initiates end is responsible
for action to geparate? L) ‘

MISCELLANEOUS AND GENERAL

ofiel i1l senior officials with less than the three years sorvice
. pequired for Career Staff marbership be permitted to serve on
the Selection of Career Sarvice Boards prior to that bime they
themsslves are eligible for membership in the Career Staff? In
short, will non-Staff be mesbing on matters affecting staff? (453)

2819 Iugh a supervisor himeelf be a msuber of the Caveer Staff in order
4o mecommend ancepbance of a subordinate? st Exsminers and
Selaotion Committes menbers have Careor Service ghatus? (L3kL) (L76)

28.50 What is the Agency policy on time in grade raquiremente for promotion
froms  (L62)

(S-7 to GS-B
G50 to GS-10
GS~9 to GS«1l.

28.51 Ave Wage Board E&nployaéa 4o be considersd a part of the Career
Staff? (L63)

20.52 How msy zn employee bR promoted in his jJob at ration of
wedting period if the job is nob reclassifiad? (L88)

28.83 Although more then 90% of the amployees 1ikely to be ordered

P o4
Approved For Release 2003/04/17 : CIA-RDP80-01826R000100020002-1
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"gnyvhave ab any time for any job" are DD/P and Commo——these
- unlts are control bg' other mit representatives on the CSE
Comnittes. Why? (L66)

28-8l; A1l eolsments of the Agemcy now operabte under rigid personnsl
ceilingss Is it intended that personnel ceilings be relszed
to provide alditional manpewar to raglace that expended on carcer
davelopment and cereer service? (L13)

2855 Apart from the higher s4dlary in the early years and spart from
_ patriotic reasons, what does & career in CIA have to offer o
young man compared with a cadreer in the regular armed serwices;
or a carcer at a wmivergity; or a career in industry; or ina
- profession? The disadvantages are evidents what are the advaw-
—tages. (439) ' S

" B35 If everyone is permittedde’Join the Caveer Staff the advantages
“ii o wll mo longer exists h

fore, membership must bé limiteds Tf
‘mated against? The ralsd, the bast Job opportunitiss, thi

‘not those who cannot Join be di i
11 a1l go to the selected few and the:

~training oppo Al ;
% morale of the majority will consequently snffer. Ah23)
25X1 - 28-57 Reg. para b (3) re recommendstion for promotion by &

u[ s Caredy o Chiaf? congtitubing certification that the individual
.. concerned is considered the bast qualified in his zone of conslidw

»

.. ~'Dogs this not place promotion on & personally competitive bagls?
" Hght it not indefinitely defer the promotion of a persom who .
" glthough pernaps not the"best qualifled within the gopgiof .7 -
: 7 3% nob be more realistie toisay that recommendation for' promotion
© U ogwbifies that the indiwidual concernsd has met the standards:
' raquired for the next highar grade? (L32) T

.58 - With reference to promotion policys If the level of a Secblon .
0 2 Chief Job is 65«13, and the incumbent ls & GS=12, and further::
.+ 42 the Inourbent 18 dolng o satiefaciary job but not 3 good dob

7 or an execllent job, and further if you believe that you have: -
- " on your staff other personnel at a lower grade level, individusls

" whom you believe could fo a mch bettar job, (1) can you replace .

the inoumbents or (2) if you cannot do this, are you obliged to

~‘promote the incumbent? (471) S

k..

28-*59 In the case of a superviswrecmrﬂing promotion at atimfgr
" some reason omsidered inopportuns, would s promotion rejection

n personmsl racord be détrimentel in any way to the subject .

' concermod? . (170)

> 5w E-T

] Cuf MRS MR Ces s

«.w
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SECRET
Supplement 2
Copy Zj of 30
SUPPLEMENTAL QUESTTIONS -
CONCERNING CARGER SERVICE
1} October 1954
LEGAL ASPECTS OF THE CAREER STAFF
Hong,e
LENGTH OF SERVICE
2=11 (52h) and (53L),
VETIRANS PRIFERENCE AND REDUCTIONoIN-FORCE
3« 9 1If employees who do not apply or are ndt accepted into the Career
Staff continue to posess the benefits accorded U, S, Government Employees
by law, what preferential consideration will be given to Career Staff
amployees vegarding promotions, job security, and demotions or separa-
$ions caused by reductions in force? (L95)
PROMOTION POLICY
hed2  (521)
Li=l5 VWith regard to promotion, is the Agency considering any program,
such ag exists in the Department of State, to ensure that each
employee is regularly considered for promotion, and that 2ulling
ig regularly performed? At present these functions appear to be
at the whim of the supervisor? (L93)
Lel6 TDyxplain where PUD gebs its authority to reject a promotions (528)
FITNESS REPORT AND PiRSONKEL EVALUAifIOI\! REPORT
Nons.
FIIING OF APPLICATIONS
Honee

CONSZOUENCES OF NOT APPLYING FOR, OR NOT BEING ACCEPTZ) TNTO THE CARIER
STATE

Nonice

SECRET

Approved For Release 2003/04/17 : CIA-RDP80-01826R000100020002-1



Approve“r Release 2003/04/17 : CIA-RDPSO-MGROOM00020002-1
SECRET
8o DUAL PHRSONNEL SYSTEMS
None.
. 9o THE SELECTION BOARD AND THE EXAMINING PANEL
None.
10, SIZE OF THE STAFF
Nonee
13, CIVIL SERVICE STATUS
None,
12, CHITERTIA
12- 2 (523).
13, PERSONAL CONSIDERATIONS AND INTERES’_I‘S
13- 3 (522).
1L WOMEN
i 2 (518).
15, ASSIGHMENT AND REASSIGNMENT ROTATION

151}y %ill provision be made so that a person could apply for transfer
to another arsa division without antagonizing current supervisors? (L92)

15«15 I undersband that our people returning from overseas are somebimes
forced out of the Agency if no appropriatc jobs are fourd for them
within 30 days. (500)

15«16 thy is it that personnel having served a tour of duty overseas
might return to find themselves without a job in their division,
have to go to another division where they rmust take a lower classie-
fication than persormel new to the Agency--is this in your opinion
fair? (L99)

15-17 Is the Career Staff oriented on a vertical basis in division form
or a horizontal basis to include all divisions, 1.8c¢; can one expect
a vaget.\)r of assigmnments which could in theory touch all divisions? (525)
and {532

16. OVIRSEAS SERVICE
16=16 (L98)e

] Approved For Release 2008HHT : CIA-RDP80-01826R000100020002-1
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18,

19,

200

22,
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16=21 Is there a maximum age limit for an overseas assignment? (5ll)

16«22 Is there any plan in progress where each person will be required
to serve a perlod of time overseas? ( 505§

16«23 Can an employee esbablish the conditions under which he will accept
an overseas issigmment and still remain eligible for membership in
the Career Staff? If so, how restrictive can the conditions be? (496)
BENLFTTS

17«37 Has any thought been given to better retirement benefits for hazardous
duties as provided to some other governmental agencies? {519)

17=38 Uthat practical difference will the establishment of 2z Carcer Staff
make in the DI/T Area of CIA? (513)

17-39 Do you consider it just that men of military status assigned to
CIA receive hazardous duty psy for the same duty that Agency career
men perform-=yet do not receive this pay? (508)

CLERICAL

Nons.

CHANGE OF CARZER DESIGNATION

lone .,

TRAINING

lone.

DISAGREZMENT RE ASSTIGNMENT

Nonae,

TOUR OF DUTY

Nons.

CAREER DEVELOPMENT OF JUNIOR PERSONNEL AND JUNTOR OFFICER TRATNING PROGRAM

23- 3 (533).

23«16 How do you expect junior personnel with limited agency knowledge
to prepare a good, well reasoned Plan of Assignments? (538)

-’3@
SECRET
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260

27,

28,
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SEGRET

23«17 How do you equate "equivalent Agency experience" %o the prior
education requirement of a Bachelor Degres? (L87)

LIFE AND NEALTH INSURANCE

Noneo

CARZER PLANNING

Hones

MIIITARY ROLE

26- 2 (7)o

26~ 6 In the event of an order to active military service of an individual
who has already been ordered to a specific assignment by the Career
Service of CIA, which order would carry precedence, inasmuch as ab
least in the case of reservists in the Career Staff, a similar military
contract has alrsady been sworn to e the individual when he was
sworn in as a member of the reserve forces of the U. S. {(397)

SEPARATION, SELECTION OUT AND RESICGNATION

None,

MISCELLANECUS AND GENERAL

- 28468 Vhat will be the effect on employee morale to generally require

them to accept the obligations of the Carcer Staff i a persuasive
?nd c)!istimtive list of preferential advantages cannnt be egbablished?
293

28«69 TIs four years in CIA considered the service equivalent to a college
degree for Career Service? If not what is considered "equivalent
servicelength of service, specialized service, or other qualifi-
cation? (526), (527), and 5529).

28«70 Is there any possibility of CIA being given the privilege of 30
days home leave~esame as State Department? This is in addition
to the regular annual leave, (515)

28=71 In view of the Career Staff's demands will 20 year retiremente-

such as is in effect in the IBl=«be among the aims of new legisla-
tive requestn? Is there any foundation to stories that the Agency
is contemplating such a retirement plan? (516) and (517)

2872 Dces one have to apply for promotion? Is it not granted automatically,
1f deserved? (531)

i
SECRET
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28«73 How do supervisors learn what the Agency expects of them? uho
evaluates the quality of the supervision? (530)

28«7 Will the Agency go under Social Security, rather than continue
under the 6% retirement system, as the result of recent Congresse-
ional legislation? (520)

28«75 Do you believe that the present T/0, Ceiling and Carcer Service
Boards are providing effective personnel controls? (512)

2876 How long after an employee has signed an Applization for Membership
in the Career Service will he be notifled of his zcceptance or
rejection? (511)

28«77 Because a very large proportion of the upper and middle jobs are
held by unusually young persons, will not those in the lower grades
be stymied in their advancement? Uhat will be done aboub this
problem? (509}

28«78 Do you feel that a person should be kept in a job he has been
doing for several years even though an opportunity for advancement
presents itself? (507) ,

28«79 Thy is it that your recruiters glamorize CIA to college g:s.rls?
They arrive with high hopes for a real career, only to find that
if they can type, they are mmed:.ately slotted in secretarial jobs,
with practically no chance for reassigmment. (506)

28-80 Vhat are your views on the present procedure and operations of
the Career Service Boards? (5S04)

28-81 I'm in Central Building. Tor the last ten months I have had o go
t0 Curie Hall, walt in line about one hour; and then back to Central.
This in total consumes about two hours. How can I geh some action
tc save a little time? (503)

28«82 Are there still plans t0 maintain an intelligence reserve unit of
former persomnnel, in the event of emergency mobilizetion? (501) and (510)

28«83 How long do you think it will take for the Career Service EBoard to
function effectively? (L97)

28-8l, Uhat is the Agency's attitude toward the use of Personncl who have
foreign born wives, or relatives who still live behind the Iron
Curtain? (L90)

28-85 Don't you think there are too many people assigned to slots that
don't measure up to thelr abilities, qualifications, cducation &
experience? These positions are not only unchallenging, but too
often wenial & boring. If you hired more non-college grads, you

Approved For Release 2003/04/53%;&&‘\-RDP80-01826R000100020002-1
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could assign higher sducated persennsl in sccordance with
their training end background. (L91)

20-86 As we all know, in the higher grades thers is only s one-grade
difference betwsen the Chief and Assistant Chief--that is, ths
Chief is a GS-15, the Assistant Chief a GS-ll. Why isn’t the
game considerstion given in the lower grades? If a Chief is a
G5=9 why can't the Assistant Chief be a GS-8, not a GS=77
After all, "Assistant” has the same definition im both cases

regardiess of duties, (Loh)

wsm

o SECRE ,
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2060
28-61

28-62

28-63

2861,

2867

‘  everyona want to Join in order to enjoy them? (
2866

What is so wrong dbout individusls being in competition for
positions—simliar work and grades are understood here. Do
you Imply that career service would reduce this time of COmMPG~
titlon? (L72)

What can be dons to insure that the office which originates a
requast for Persomel Action will be notified promtly of ite
approval or rejection? Tracing these actions is very time
consuming. (47h)

What 1s the likellhood that more slots in the various War Collages
will be made available for CIA staff members? I belisve there
are now only 6 slots available each year. (L82)

Within the new Career concept will there be an "Executive Inven-
tory"? (L85)

Can the Hamor Awards really be considered a substitute for the
public and professional resognition possible in work ocutsids
the Agency? (L68) .

If the advantages of Career Service am tangibleazv%ll ot
2

Vhat is the position of an individual who during the 90 day
period writes a required memorandum gbating that he does not
wish to join the Carcer Staff if at a laber time he roverses
his opinion and wants to join. What happens? (Lhl) (las)

Will the advantages to the Agency of this scrvies be real or
is ib simply another farm of bureaucrastic red tapa? If the
work le sufficlently interesting, administeation good, and
inducements great emough, the Agency will never lack well
qualified personnel, The need for such a service and the
desirability of such a service seems highly questiorabls, (L2h)

m?ﬂb
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L Janwary 1955
MEMORANDOM FOR THE RECORD

1. The following is the historical sedquence which has led to the
development of the selection eriteria and the procedures for the processing
of applieations for Membership in the Career Staff:

a. At the first meeting of the Selection Board on 5 August 1954
the general ground work was laid and the necessity recognized for the
development of suitable selection criteria, and the Chairman stated
that he would submit the criteria for discussion at the next meeting
of the Board.

b, A staff study was m;bseque‘ntly prepared. dated 28 September
1954 entitled "Career Staff Selection Criteria". At the second meeting
of the Selection Board which was held on 1 October 1954, this staff
study was presented for the consideration of the members of the Board,
and it was declded that they would.be asked to give their views in
writing to the Executive Director of the Selectlon Board for the
modification of the staff study.

. €e Suggestions for medification or change of this staff study
were received from the Mediecal Office, Security Office, from the
Assistant Director of ORR and from the Assistant Director of 00.

These changes were submitted to the Selection Board at its next meeting
on 15 October 1954, At the latter meeting the selection criteria

were again discussed and the alternate proposals of Drs. Tietjen,

Guthe and Mr. Carey were reviewed, and the Executive Director was
directed to prepare a revision of the staff study to incorporate the
suggested changes. ,

d. At the 4th meeting of the Selection Board held on 22
October 1954 another draft of the mlection criteria paper dated
19 October was presented. Certain further changes were sugpested,
and it was agreed that these would be incorporated in another revision,
that the members would be polled for their concurrences which, when
obtained, would constitute final approval of the eriteria paper.
This was accomplished and the final revision dated 15 November 1954
represents the final and approved operating paper concerning selection
eriteria into the Career Staff. This paper has been approved by both
the Selection Board and the CIA Career Council and has been distributed
as an action paper to all the major components of the Agency. (10
extra coples were sent to Distribution A for further dissemination
and a copy of the final draft was sent to all members of the Panel
of Examiners.)

-Approved For Release 20034@#a: CIA-RDP80-01826R000100020002-1
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6. The original staff study "Processing applications for member-
ship in the Career Stalf" was prepared for the 4th meeting of the
Selectlion Board on 22 October 1954 and was dated 20 October 1954. This
staff study on procedures was discussed at length by the members of
the Board, and, as a result, various revisions were suggested;
partlcularly, as related to the review to be given Career Staff
applications. It was decided by the Board that there would be three
types of recommendation (Type A, B and C). This concept and the
review to be given these three types of recommendation was subsequently
incorporated in a revised staff s tudy, dated 29 October 1954,

f. In order to avoid the necessity of having the Board reconvene
to consider these changes again, it was directed that the Executive
Director send the revised staff study on procedures dated 29 October
(along with the staff study on Selection Criteria) to the members by
a routing memorandum. This was done, and concurrences were obtained
from all members of the Selection Board except the Director of Training
who felt that Types B and C reviews should be eonducted in the same
manner, whereas the staff study as presented had differentiated
between the two types of review.

8o As a result of the difference of opinion of the Director
of Training, all of the members of the Board were polled orally
to see whether they would accept the revision suggested by Mr. Baird,
They all agreed to this change and, accordingly, a further revised
staff study on procedures was prepared, dated 15 November 1954,
which incorporated the final concurrences of the Selection Board.

.h., However, a further change was subsequently directed by the
CIA Career Council at its 5th meeting on 19 November 1954, The two
staff studies had been brought to their attention at this meeting in
order to obtain a decision as to the distribution that should be ,
given to these studles and whether they should be published for Agency-
wide dissemination. The Council decided that in view of the possible
security risk in disseminating the information too widely, it would be
preferable to restrict the distribution to Distribution A, with
such a dditional coples as they might need to pass down on a verbal
basls. In addition, the Council directed that page 4 of the procedures
staff study be revised. The principle revision required was. to remove
the words "qualified" and "unqualified” from the types of recommendations
and to have Type B cases become a recommendation for deferment of
action instead of a "qualified recommendation" as had previously been
approved by the Selection Board.

~ -

' i. The changes directed by the Counci], were made and a revision
was distributed to Distribution A and Panel of Examiners as final action
papers. They are identified as "Final Revision, 15 November 1954t,

25X1A9A
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‘ FINAL REVISION
A4 15 Hovember 1954
MEMORANDUM FOR: The CIA Selsction Board

SUBJECT: Procaessing Applications for Membership im the Career Staffl

I, PROBLEM: To establish principles for the processing of applications
for membership in the Career Staff and to provide the Executive Divector
of the CIA Eelection Board with guidance so that he may establish specifie

procedures,

! IT. ASSUMPTIONS: Subject to the provisions of Regulation it is assumed

for the immediate fubure:

1., Thad the CIA Selection Beard will make final decisions on a8ll applicaticns
for membership in the Carveer Staff based, principally, on recommendations
of the Heads of Career Services,

4 2, That the recommendations of Heads of Caveer Services will be reviewed
cn behalf of the Board, from the Agencye-wide point of view, by thres-
nan Exsmining Panels which will meke specific recommendations t0 the
CIA Sels ction Board.

3. That reviews of applicant's admissability into the Cereer Staff may

differ in degree, according to Regulation but will not differ
in kind,

“ ‘ o That the Panels of Examiners are, together with the Secretariat of the.

Board, the principal working arm of the Board,

5, Thabt in the case of cerialn applications, the CIA Selection Board will,
itself, sit as the Examining Panel,

SECRET
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N 157, Facrs:

1.

2,

i . 3,
o/
Lo
5
o’

On a1l except minor persomnsl actions, the concurrence of the Security
Office is stendard péocedurea For example, Security Office concurrence
is required for entrance on dutys for the issuance of Cryptographic
Clearances, of SI Clearancss and of Q Clearances; fér transfer from
Vouchered Funds to Confidential Funds; for assignment to an Overseas
Station; for entrance into extra=-CIA trainingy for the award of an
honer or medal by the Director, etc.

On many typses of persoﬂnel actions, concurrence of the Medical Office
is standard procedurse. This includss entrance on duty and assignment to
certain kinds of activities, including, in every case, assignment to
overseas duty,

The concurrence of the Office df Training is not required on personnel
actions (except assignmenﬁ o Agency-conducted training and to Agency=
sponsorsd extra=CIA training)° However, the advice of the Office of
Training is widely sought on all mamner of personnel actions through
the madium, principally, of.evaluati§n5'of performance of individualg
during ;raining activities and of assessment of an individual's
suitabiiity for, or adaptability to, a specified situation. |

The Office of Peruonnel gives finsl approval on all official personnel
actions and its advice and sssistance through the medium of Placement
Officer activities, récruitmgnt, employee services, etc, is widely
sought on &ll manner of versonnel actions.

The Heads of Career Services have the responsibility for planning the

=2=
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careers of individuals and of making recommendatio s on many types
of personnel actions. All persons eligitle for me bership in the

Career Staff come under th: jurisdiction of ene {2 cer Board or another,

Regulation in conr :ction with selection ir o the Career Staff,

calls for the recommendat’ n to the CIA Selection v’ioard of an Exémining

Panel ; which shall have a* iflable to it the recomn vndatfions of super-

visors, the Head of the C: rear Service (Carcer bo: -d), and all pertinent
information from the Secw ity Office, the Medical )ffice, the Office of
Training and the Office of Personnel, |

The Heads of the Career Services, through their Career Bosrds, are in

the best position to make the urincipal recomnandations for review by | ‘
an Examining Panel for admission into the Career Seaff of those persons

for whom they have responsibility.

DISCUSSIONs

Lo

20

If differences in kind are established for the review of appiications 2
those persons placed in the more restrictive vcabegnﬁes will be
lmmediately identified, and their reputations and careers perhaps
theraby asmaged, b, therefore, bacomes necessary to estabiish

differences of degrss rather than differences of kind.

with some parsons eligible to apply for Gareer Staff nembership

ag of this dzte, 1t is desivabie to detenuina the degres of review to
ne accorded =ach apvlication, The recommendations of the Haads of Career
Servicas in asch case sre veeded. These racoamendstions opold be as

foliowss

EEN *
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Yeoe b, Recommended for acceptance into the Career Staffi,
Type B, Recommended that action be. deferred and the reasons
tharefor,
Type C, Recommended that aceaptante into the Coreer Staff be
denied and the reasons therefor,
3, ALl of the three Lypes of recommendations listed in paragraph 2 wold
be reviewed by an Examining Fanel on bebalf of the CIA Seleetion Board une
1ags directed otherwise by the Board ir a specifie individual case. Such
gpecific exception would be brought to tna attention of the BSvard, itself,
for decision by the Executive Direetor when 5o pecomnmended by the Head of
the appropriste Career Service, by the Security OfTice, or by the ledical
office, |
%4, The three types of recommendations 1isted in paragraph 2 would be handled
as follous:
Type A, Advice by the Secority Office that it interposes no objection,
.ﬂ:braviated review by an Sxarmining Panel, Jecision by the
ia Selection Board.
Tepe B, Review of deferment recommendation by the Sxamining Panel, Decision
by the CIA Selsction Hosrd,
Type O, Advice, together with pertinent information, from the Sscurity
Office, the Medlszl Of{ice, the Ot fies of T;“amiﬁg and the Dffice
of Parsommel, mindatory, revisw by %he Exanining Fanal, Ueeclislon

Yy the CIA Selection Board,

-5
&

CONCLOSTORS
1, That the types of resosamend stions e aeseribed in parsgrapn v 2, be

IOl o

A-RDP80-01 826R000100020002-1
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That the types of recommendations described in paragraph IV 2. be

nendled as described in paragraphs IV 3, and ko

RECOMMENDATIONS:

1,

20

30

bo

5o

That the above conclusions be adopted.

That in every case the advice of the Security Office be requested
before the CIA Selection Board makes its decision.

That the Heads of the Career Services be asked to specify, both in
respect to recommendations on each individual that they have already
sent to the CIA Selection Board, as well as in all future recommen=
detions, which of the three types of recommendation are being made,
That the Heads of the Carser Services be asked to be prepared %o
provide oral or written advice on the reasons for making recommendations
in the case of Type B, and Type C, recommendations,

That the Executive Director of the CIA Selection Board be directed to
develop the necessary forms and procedures to put these principles

into effect,

y 25X1A9%A

/ Executive Director
CIA Selection Board
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FINAL REVISION
15 November 1954
MEMORANDUM FOR: CIA Selection Board

SUBJECT e Career Staff Selection Criterisa

1. PROBLEM:

To determine criteria to be used by the Heads of Career Services, the
Panel of Examiners and the CIA Selection Board in ccnsidering applications fox
membership in the Caveer Staff,

2. ASSUMPTIONG:

., It 1s necessary to have selection criteria for the guidance of the
Heads of Career Services, the Panels of Examinnrs and the CILk Selection
foard to insure that squitable and unifomm standards will be applied to all
applicants,

be It is necsssary that the Heads of Career Services, the Panels of
Exeminers and the CI? Selection Board understand and utilize the same criteria
80 that both the recommending function of the two former and the approving
function of the latter are based upon the same selection siandards,

a, The Career Service Staff is currently sending aovolications for membere
ship in the Career Staff to all persons who became eligible on 1 July 195L
md who have become eliglble subsequent to that date,

bo Merely to work off within z year the large back-log of apolications

e b

4" bhﬁ;ﬁ;

that is anticipated (in excess of were eligible on 1 July 195h), it is 25X9A2
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necessary for the Panels %o consider an average of at least 100 cases per
week, It is, therefore, imperstive to agree upon selscticn criveria o be
employed and to convans ihe Panels as expeditiovsly as nousible in ovder to
act upon the large volume of returned applications which is expected in ths
immadiate future.

Lo DISCUSTION:

4, The CIA Career Servics Board and the Professional Selsction Panel
discussed and consldered for many months varicus criteria thst could bs em-
ploysd to select the most suitable persons for leng-rangs employment in t_:-hi;a
Agency. Unanimity of oplinion could not be reached. In effect, the problem
h&s now been left to the decision of the CZZA Selection board psr Hegulation
Noo:lwhi,ch states, in party "The CIA Selection Uoard is responsible
tor formulating aporoprisis criteria for selection inio the Lareer Ltaff

5. For the immediate future, “entative selection criteria whleh san (e
amployed at once are neaded so that action on applications to the feaxaayr otaff
can be taken without undue delay. JTn actuzl fact, certain assumplions are
pasic to the philosophy snd procedurs by witich the Career Staff is being
esatablished, They ars

(1) The Agency assumes that each staff employce and @ baff agenk
aresently on duby is & potentially sultable member of tne Career Stalf,

(2} defore grenting membership in the tareer Staff ve those
persons whe sesk ib, however, the Agency reviews uhe record of each candlidats
to insurs bthat this assumption 15 correch,

(3} 'Phe Agency maken a sincere expression of inlent ¢ sonbinae

the employment and tu develop the caresr of each smoicyee whc gakes B Finosrs

<

Approved For Release 2003/04/17 - CIA-RDP80-01826R000100020002-1



Approonr Release 2003/0£4I1Z CIA- RDP8M26R000100020002 1

Stdbaliy

expression of intent to cast his lot én a longeterm basls with the Agency

and to devote himself to the furtherance of its missiom, Thérefore, the

gres&nt problem is to screen out t.hose persons who , for one reason or anoth.er,
do not qualify for mem.bership in t,he Career Staff, The principsl responsibil-
ity of the Heads of Career Services, the Panels of Expminers smd the CIA
Selection Board gt present is to look for negative evidence, or for disgualifying
i‘actc;;rs,, rather than attempt at this time to fofmulate positive criteria wi‘.t,ho. '
out a more adeguate research basis,

¢, In the fields of seéuri’c.y and medical considerations, professional
_opinion is required, The Se,curity and Medical Offices routinely accomplish
guitability deteminations in their respective fields for conditions of em-
ployment, The Haéd of the Career Service who has queétions in regard to
an individual's aecurit.yv and/or medical performance will refer such questions
%0 the office concerned, -

d, The arees in which Heads of Career Services, Panels of Exsminers and
the CIA Selection Board should look for diaciualj.fying evidenco are as listed
below., These are 4o be considered as guides rather than as hard and fast
Jjuridical criteria, | J .

(1) dob Performance
On the bagis of h:l_.s prior record with the Agency and the
recommendations of his current supervisors, is the job performance of the
individuel inedequate to the extent that he should not be offered career status?
(2) Personsal Conduct |

Are there any indications that the individuel's on=the=job
conduct (i.e, inter=personsl relationships, maturity, stability, judgement,
security consciousness, etc.) is deficient or would be unbefitting a membér

of the. Career _S_taff?‘ Are there indications that his offntha-?job conduct is
Approved For Release 2003/04/17 ; CIA-RDP80-01826R000100020002-1
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-/ such that it might attract unfavorable notice to himself or to the Agency?

| {3) Training Record

Is there evidence of unsatisfactory perfomance or conduct in
the individuel's training record (including assessment records) whicn reflects
adversely upon his suiltability for an Agency Career?

| (L) Evidences of Intent

Is there any evidence of lack of intent to remain with the
Agency on a long-range basis or lack of sincerity in the individual's expressed
willingness %o fulfill the obligationshof career service?

{5) Evidences of Inconsistency

Are theres inconsistencles in the record of the individuai or
in the recommendations of supervisors thot require clarification and might
lead to evidences of unsuitabiility after the facts are fully developed?

8, The experience of the (areer Service board and the Professional
selection Panel would indicate that nositive criteria cannot be formulated solely
on the basis of the opinion of individisals, even though they are of wide
experience and unquestioned sincerity mnd motivation., Until a system for des-
eribing the "suceessful" CIA smployes Dased on research and sauﬁa psycholozica!
principles @an be devised, the discussion is likely t¢ be endles: as welli as

futile, The new Fitness feport wili helpy toe £il1l this veld, it is believea

that research now being condncted and to be condacten in the futurs by various
components of the Agency will be oroductive of a svstem of criteris $B8% couid
be used in future year: wosn the oroblem of se#lection into ihe Lareer Staff

becomes radically altersd,

CRAHEY
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5o CONCLUSIONS:

&c In order to implement the selection of persons into the Career Staff,
criteris acceptsbile to the CIA Selection Board are needed at the earliest
practiceble moment.

b. The criteria listed under l; (d) above are considered workable interim
stendards pending completion of more exhaustive formal research,

. Adsquate research in this field must be done within CIA under the

coordingticon of the Assistant Director for Personnel,

3. RECO IENDATIONS :

It is recommended
8, that the eriveria listed under L (d) above be apuroved by the CIA
Selsction Buard for use by Heads of Career Services and by the Panels of
‘-; “ruamirers in arriving at the basis for recommendation to the CIA Sslection
ilsard as %0 the suitability of Carvcer Stzff applicants.,
b, that the Assistant Director for Personnel be asked to coordinate the

nacessary research as indicated under L {e) abovs,

25X1AGA -
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